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Introduction 

Tourism is a complex phenomenon highly dependent on human resources. The human 

resource environment of tourist businesses significantly affects their financial success as well 

as the sustainability of their operations. In Hungary, tourism has become one of the most 

popular subjects in higher education, and the skills and competences acquired by graduates 

will greatly influence the future of the country’s tourism industry. However, despite the 

professional consensus on the critical role of human resources in tourism, HR and 

employment issues are relatively underrepresented in Hungarian tourism research.  

Within the framework of an ongoing research project, the Tourism Department of the 

Kodolányi János University College aims to fill this gap by assessing key tourism 

employment skills and competencies using a triangulation approach (Decrop 1999): on the 

one hand, analysing the Hungarian tourism industry’s expectations and perceptions of interns’ 

and ideal employees’ such skills and competencies, and, on the other hand, studying the 

contribution of higher tourism education to the personal and professional development of 

future tourism employees. 

Based on a comprehensive desk research of tourism employment characteristics, this 

paper focuses on tourism students’ self-perceived skills and competencies affected by a range 

of descriptive variables such as year of study, previous employment, age and gender, in order 

to identify the embedded strengths and weaknesses of tourism education as one of the 

influential factors of development in students’ personal and specialist advancement (Hsu 

2006).  
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Education and training as human resource development factors in tourism 

Tourism is a unique industry in the sense that employees are, in fact, part of the service 

product that travellers consume during their stay in the visited destination (Kotler, Bowen and 

Makens 1996). Both actual and perceived service quality as well as customer satisfaction are 

crucially influenced by employees’ personal contribution to and involvement in the service 

provision process. In order to ensure that service quality meets customers’ expectations and 

requirements, with service processes guaranteeing a smooth and efficient operation of the 

given company, employers generally search for employees with transferable skills and 

competencies including strong communication skills, interpersonal skills, problem-solving 

skills, and the ability to make fast and appropriate decisions (Williams and DeMicco 1998). 

Consequently, it is the responsibility of higher education programmes in the field of tourism 

to provide both a sound theoretical knowledge through traditional classroom learning, and 

‘soft’ interpersonal and intercultural skills that empower graduates with the ability to build a 

successful career in the industry (Baum 1991, Tait et al 1993, Christou and Karamanidis 1999, 

Walo 2000, 2001, Leclerc and Martin 2004, Hsu 2006). 

In a fast-changing world, it is an exciting challenge for higher education institutions in 

the field of tourism and hospitality to meet the volatile demands of the industry (Kátay 2005). 

In addition to provide students with the expected level of factual knowledge, universities and 

colleges aim to increase their students’ employment potential by developing their 

management skills and competences (Breen, Walo and Dimmock 2004). To achieve their goal, 

higher education institutions strive to develop high quality academic programmes in the form 

of on-campus courses besides offering compulsory internship programmes in an industry 

setting. The primary purpose of internships is to provide students with practical education and 

professional work experience. In addition, internship programmes present a wide range of 

advantages for both students and participating companies. On the one hand, the practical 

professional experience acquired by students improves their employment chances and helps 

them plan their future career path in the industry. Companies, on the other hand, can recruit 

the most suitable candidates, are able to maintain their links with their most important source 

of new labour, the education sector, and have the opportunity to decrease pressure on their 

permanent staff by delegating routine job responsibilities to interns or employing students in 

peak seasons (Rátz and Kátay 2007). 

Since the hospitality and tourism industry is operating in a rapidly changing 

environment, the curricula of higher tourism education programmes have to be reviewed 

periodically, in order to meet the changing needs of the industry. Although most universities 
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and colleges offering tourism management degrees are making an effort to continuously 

develop their education programmes to suit the requirements of the labour market, a rather 

widespread critique concerning higher tourism education is that undergraduate and 

particularly graduate programmes train ‘scholars’ instead of professional managers with an 

outlook on international issues (Lo 2005). In order to provide students with more marketable 

and competitive degrees, most tourism schools have recently put more emphasis on 

competence rather than the transfer of theoretical knowledge. 

 

Research methods 

During spring 2007, a structured self-complete questionnaire was filled in by 276 first- and 

third-year tourism students attending full-time and part-time tourism and hospitality/tourism 

and hotel management1 programmes. The number of survey participants was defined by the 

number of persons enrolled in these programmes, in order to be able to analyse a cross-section 

of students. Table 1 summarises the descriptive characteristics of the sample. 

Table 1 
Descriptive characteristics of the survey sample 

Education programme 
Year 

Full-time Part-time 
Total 

1st year 128 40 168 
3rd year 108  108 
Total 236 40 276 

Previous employment 
Year 

Yes No 
Total 

1st year 99 69 168 
3rd year 54 54 108 

Total 153 123 276 
Previous employment 

Programme 
Yes No 

Total 

Full-time 116 120 236 
Part-time 37 3 40 
Total 153 123 276 

 
As the Chi-square test confirms (χ2=26.014, sig=0.000), there is a significant relationship 

between the type of programme students are enrolled in and their previous employment, since 

those who choose part-time studies are usually employed during the period of their education. 

The difference in employment and consequent work experience among students in full- and 

                                                 
1 Due to the recent transformation of the Hungarian higher education system, students having started higher 
tourism education in 2006 or later (i.e. first-year students in the sample) are enrolled in BSc in Tourism and 
Hospitality programmes, while those having started earlier (i.e. third-year students in the sample) are enrolled in 
either Tourism and Hotel Management or Catering and Hotel Management. 
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part-time programmes is also demonstrated by the fact that full-time students have, on 

average, 10.51 months work experience (acquired generally in summer jobs or pre-college 

employment), while part-time students have 38.97 months work experience (the mean value 

of the whole sample is 17.15 months). 

 Respondents’ age varies between 18 and 32 years (mean=20.92 years), with an 

asymmetrical gender distribution of 21.0% male and 79% female students (the latter figure 

illustrates well the typical gender distributions of tourism education programmes in Hungary, 

where the labour characteristics of the tourism and hospitality industry reflect the 

international trend of hospitality being considered a rather feminine economic activity based 

on the traditional assignment of tasks such as cooking, cleaning or looking after guests to 

females – Jordan 1997, McKenzie Gentry 2007). 

 Since the current study is a follow-up of the authors’ previous survey carried out 

within the framework of the wider tourism and human resources research project where the 

Hungarian tourism industry’s expectations and perceptions of interns’ and ideal employees’ 

such skills and competencies were investigated (Rátz and Kátay 2007), the same variable list 

of skills and competencies particularly relevant in tourism, developed on the basis of the 

literature (e.g. Boyatzis 1982, Boyatzis, Goleman and Rhee 1999, and Bajor et al 2001) and 

the authors’ professional experiences, was used, with students being asked to specify their 

self-perception of their own skills and competencies (on a 1 to 5 scale, with 1 indicating an 

absolute lack of the given skill or competency, and 5 indicating a maximum level). Altogether, 

56 variables were selected that are believed by the authors to incorporate the key skills and 

competencies in the field of tourism and hospitality. 

An exploratory principal component analysis with Varimax rotation was applied to the 

list of skills and competencies, with the aim of reducing their dimensions and identifying the 

determinant factors. In addition, in order to analyse the influence of respondents’ socio-

demographic characteristics such as gender, age, year of studies, type of study programme, 

and previous work experience, on their self-perception of their skills and competencies, an 

ANOVA variance analysis was carried out (Beerli and Martín 2004). 

The principal component analysis of the 56 perception variables revealed that each of 

the items accounted for at least 0.400 of the variance in the component matrix except for 

ability to organise work (0.303), critical attitude (0.347), flexibility (0.356), ability to 

understand orders (0.360), self-criticism (0.262), conflict management skills (0.271), 

intercultural awareness (0.377), and openness (0.353). Therefore, these variables were omitted 

and the factor structure was revised (Malhotra and Birks 2002, Tosun 2002, Pike and Ryan 
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2004). The 12 components explain 64.70% of variance, with the Bartlett’s test of sphericity 

and the Kaiser-Meyer-Olkin measure of sampling adequacy showing a satisfactory level of 

factorability (Bartlett’s approx. χ2=4172.612, sig=0.000; KMO=0.787).  

 

Research findings 

By definition, competence is an underlying characteristic of an employee (i.e. a motive, trait, 

skill, aspects of one’s self-image, social role, or a body of knowledge) which results in 

effective and/or superior performance (Boyatzis 1982). A competency ‘suggests both the 

possession of knowledge and the behavioural capacity to act appropriately’ (Quinn et al 

1996:14). Within the complex system of skills and competencies, two major types may be 

distinguished: visible competencies, on the one hand, include the rational components of the 

system that are necessary for satisfactory work performance, i.e. theoretical and professional 

knowledge as well as practical skills, while hidden competencies, on the other hand, derive 

from the individual's cultural, personal and psychological characteristics, thus they constitute 

the emotional components of the system. 
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Table 2 
Factor structure of self-perceptions of skills and competencies 

 

Factor 
Factor 
loading 

Explained 
variance 

(%) 
Eigenvalue Mean* St.dev. 

F1. Supportive attitude  20.182 10.742   
Adaptability 0.811   4.150 0.827 
Co-operation skills 0.810   4.233 0.723 
Ability to compromise 0.767   4.055 0.809 
Helpfulness 0.586   4.505 0.701 
Self-control 0.474   3.941 0.834 
Loyalty 0.452   3.946 0.745 
F2. Managerial skills  7.979 4.102   
Result orientation 0.791   3.843 0.756 
Decisiveness  0.632   3.585 0.941 
Decision-making ability 0.625   3.669 0.910 
Success orientation 0.624   4.066 0.791 
Self-confidence 0.509   3.215 1.042 
Planning skills 0.495   3.974 0.863 
F3. Responsible attitude  5.884 3.114   
Ability to accept responsibility 0.720   4.124 0.744 
Honesty 0.697   4.504 0.648 
Reliability 0.618   4.562 0.597 
Precision 0.554   3.978 1.000 
Contentiousness 0.489   4.007 0.849 
F4. Emotional stability  4.605 2.533   
Positive disposition 0.760   3.807 1.036 
Personal balance 0.733   3.625 0.897 
Stress resistance 0.539   3.225 0.967 
F5. Rhetorical skills  4.193 2.318   
Ability to deliver clear messages 0.702   3.823 0.749 
Verbal communication skills 0.680   3.996 0.836 
Argumentation skills 0.534   3.706 0.851 
F6. Professional competence  3.697 1.998   
Professional knowledge 0.813   3.433 0.863 
Professional experience 0.781   3.394 1.077 
Familiarity and compliance with rules 0.507   3.600 0.847 
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Table 2 cont. 
Factor structure of self-perceptions of skills and competencies 

 
Factor Factor 

loading 
Explained 

variance (%) 
Eigenvalue Mean* St.dev. 

F7. Cognitive skills  3.651 1.871   
Learning skill 0.638   3.740 0.837 
Focusing skill 0.628   3.733 0.771 
Problem-analysing skill 0.598   3.893 0.842 
Combination skill 0.457   3.825 0.765 
Comprehensive view 0.433   3.913 0.764 
Ability to learn from errors 0.423   4.004 0.835 
F8. Communication skills  3.382 1.704   

Foreign language proficiency 0.836   3.842 0.791 
Written communication skill 0.700   3.927 0.866 
Ability to understand others 0.551   4.336 0.677 
Non-verbal communication skill 0.526   3.908 0.758 
Ability to collect and process 
information 

0.435   3.830 0.715 

F9. Hard-working personality  3.096 1.454   

Ability to take extra workload 0.650   3.887 0.802 
Stamina 0.576   3.920 0.890 
Perseverance  0.493   4.007 0.803 
Self-development 0.407   3.800 0.745 
F10. Rational approach  2.874 1.325   
Logical thinking 0.712   3.960 0.640 
Practical approach 0.578   3.659 0.806 
Quantitative skills 0.480   3.198 0.861 
F11. Spirited personality  2.654 1.225   
Sense of humour 0.773   4.044 0.803 
Improvisation skills 0.667   3.647 0.893 
F12. Dynamism  2.498 1.074   
Enthusiasm 0.760   3.967 0.762 
Task-orientation 0.746   3.681 0.828 
*1=absolute lack of competency, 5=maximum competency level 
 
Table 2 presents the factor structure of the assessed variables. The mean values indicate the 

survey participants’ self-perception concerning the given skill or competency. As Table 2 

shows, the principal component analysis yielded a 12-factor solution with the following 

dimensions:  

1. Supportive attitude 

2. Managerial skills 

3. Responsible attitude 
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4. Emotional stability 

5. Rhetorical skills 

6. Professional competence 

7. Cognitive skills 

8. Communication skills 

9. Hard-working personality 

10. Rational approach 

11. Spirited personality 

12. Dynamism 

 

The identified factors illustrate well the complex structure of skills and competencies 

expected in the modern labour market. Further analysis suggests the possibility of additional 

categorisation: while certain composite competences are strongly related to the individual’s 

personality traits (such as emotional stability or spirited personality), other competences 

develop as the outcome of formal education and informal socialisation (such as cognitive 

skills or professional competence. 

The mean score computed for each factor suggests that students perceive 

supportiveness and the sense of responsibility as their main strengths, and the lack of 

professional competence as their major weakness (Table 3). Slightly surprisingly in a higher 

education context, cognitive, managerial and rhetorical skills are seen as adequate, but not 

particularly high quality, although these are those competencies that might be most effectively 

developed through formal education. This might be explained, on the one hand, by the 

education system’s failure to incorporate sufficient competency-oriented training within the 

mainly theoretical knowledge-based study programmes, and, on the other hand, by the 

schools’ increased focus on the measurement of such skills which makes students face their 

related deficiencies. In the field of personality traits, however, no such measurement exists, so 

when students are required to evaluate their ‘soft’ skills and competencies, they are generally 

left to their own subjective perceptions and the feedback of their social reference groups.  
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Table 3 
Students’ self-perception of composite competences 

 

Factor Mean* St.dev. 

Responsible attitude 4.235 0.768 

Supportive attitude 4.138 0.773 

Communication skills 3.969 0.761 

Hard-working personality 3.904 0.810 

Cognitive skills 3.851 0.802 

Spirited personality 3.846 0.848 

Rhetorical skills 3.842 0.812 

Dynamism 3.824 0.795 

Managerial skills 3.725 0.884 

Rational approach 3.606 0.769 

Emotional stability 3.552 0.967 

Professional competence 3.476 0.929 

*1=absolute lack of competency, 5=maximum competency level 
 

Although the presented survey focused on students’ self-perceptions only, it is interesting to 

compare the results with the findings of the authors’ previous project where the Hungarian 

tourism industry’s expectations and perceptions of interns’ and ideal employees’ specific 

skills and competencies were assessed (in order to assure the comparability of data, both 

surveys used the same variable list) (Rátz and Kátay 2007). 

Figure 1 presents the students’ and the industry representatives’ perceptions of the 

identified composite competences (in the case of the industry, a distinction was made between 

interns’ experienced skills and a hypothetical ideal employee’s expected skills, in order to 

draw attention to the strengths and weaknesses of students, and to discover problem areas in 

education and training).  
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Figure 1 
Students’ and industry representatives’ perceptions of composite competences 
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As Figure 1 demonstrates, when compared to interns’ actual performance, students in the 

survey overestimated the quality of their abilities in every single respect. The smallest 

difference between the industry’s expectations (i.e. the ideal employee profile) and students’ 

self-perception occurs in the ‘spirited personality’ factor, while the largest difference is 

registered in the ‘emotional stability’ factor. However, when analysing the differences 

between interns’ perceived performance and students’ self-perceptions, the exact opposite is 

experienced. 

 As the graphs in Figure 1 illustrate, students’ self-perception and the industry 

representatives’ perceptions of skills and competences follow rather similar curves, and the 

trend lines show an almost equal and steady distance between the three groups of values. 

Consequently, students’ overall competency level needs to be improved in order to meet the 

industry’s expectations, so it is not sufficient to concentrate on selected skills and abilities. 

 In order to explore the impact of socio-demographic variables such as age, gender, 

year of studies, type of study programme, and previous work experience, an ANOVA 

variance analysis was performed. Table 4 lists those skills and competencies that are 

significantly influenced by the student’s year of studies. 
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Table 4 

Skills and competencies significantly affected by year of studies 

Mean* 
Skill/competency 

1st year 3rd year 
F Sig. 

Learning skill 3.60 3.95 12.135 0.001 
Personal balance 3.54 3.77 4.376 0.037 
Stress resistance 3.13 3.37 4.041 0.045 
Contentiousness 3.92 4.14 4.384 0.037 
Perseverance 3.92 4.14 4.856 0.028 
Ability to understand orders 4.02 4.23 5.095 0.025 
Self-development 3.72 3.93 5.601 0.019 
Adaptability 4.05 4.31 6.458 0.012 
Ability to compromise 3.95 4.21 6.961 0.009 
Conflict management skills 3.73 3.95 4.552 0.034 
*1=absolute lack of competency, 5=maximum competency level 

 

The range of skills and competencies affected by the student’s year of studies confirms that 

during their studies, college students gradually become aware of their short- and medium-term 

tasks (e.g. successful examinations) and slowly acquire the behavioural patterns needed to 

satisfactorily perform these tasks within an organisation. Both rational (mainly cognitive) and 

emotional (mainly interpersonal) skills and competencies are included among those that are 

influenced by higher education. Table 4 is thus able to demonstrate the ‘added value’ of 

educational programmes, particularly since every mean value is higher among 3rd year 

students than in the 1st year group (not surprisingly, this difference is particularly significant 

in the case of learning skills). 

Table 5 

Skills and competencies significantly affected by type of education programme 

Mean* 
Skill/competency 

Full-time Part-time 
F Sig. 

Logical thinking 4.00 3.73 6.444 0.012 
Learning skill 3.79 3.45 5.722 0.017 
Ability to understand orders 4.15 3.85 5.603 0.019 
Professional experience 3.32 3.81 6.677 0.010 
Professional knowledge 3.39 3.70 4.284 0.039 
Foreign language proficiency 3.90 3.51 8.108 0.005 
Reliability 4.59 4.38 4.055 0.045 

*1=absolute lack of competency, 5=maximum competency level 
 

Although the authors originally expected part-time students – who are generally older, more 

mature, with more work experience – to demonstrate higher self-perception values, Table 5 
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shows the opposite for all but two variables: professional knowledge and professional 

experience. Those who opt for part-time studies are generally motivated or constrained by 

external circumstances, e.g. family or financial situation, career. Studying in a part-time 

programme offers both advantages and disadvantages: although students have less contact 

with lecturers and classmates and are compelled to be more independent in their work, their 

practical experiences gained outside the formal classroom education system provide them 

with an added dimension of knowledge. Although it seems to be slightly surprising that those 

enrolled in part-time programmes are less confident in their ability to understand orders than 

full-time students, this might be justified by the increased complexity of orders received in the 

workplace as opposed to those in the classroom. In addition, full-time students are usually 

conditioned by the education system to follow lecturers’ orders, while part-time students fill 

various active and inactive roles in labour market which may make them less likely to receive 

orders regularly. 

Table 6 

Skills and competencies significantly affected by previous employment  

Mean* 
Skill/competency 

Yes No 
F Sig. 

Combination skill 3.92 3.71 4.870 0.028 
Stamina 4.11 3.68 16.833 0.000 
Ability to organise work 3.99 3.72 6.481 0.011 
Ability to take extra workload 4.06 3.67 16.681 0.000 
Enthusiasm 4.07 3.84 6.596 0.011 
Task-orientation 3.81 3.53 7.905 0.005 
Flexibility 4.10 3.68 18.678 0.000 
Ability to understand orders 4.19 4.01 3.835 0.051 
Professional experience 3.63 3.06 18.226 0.000 
Professional knowledge 3.61 3.19 15.176 0.000 
Non-verbal communication 
skills 3.99 3.80 4.108 0.044 
Planning skills 4.09 3.83 5.927 0.016 

*1=absolute lack of competency, 5=maximum competency level 
 

As demonstrated earlier in the paper, previous employment correlates with the type of 

education programme students are enrolled in: part-time students are more likely to have been 

previously employed with longer periods of work experience. However, as Table 6 shows, the 

range of skills and competencies significantly affected by previous employment differ 

substantially from that influenced by the type of education programme.  
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 Previous employment mainly affects work performance-related competencies and 

skills, due to the individual’s ability to recognise those skills that are preferred and/or required 

in the labour market. Self-driven efforts to develop such skills and competencies are 

explained by the human need for successful performance and consequent satisfaction on the 

one hand, and by the increasing competition for desirable positions or simply any kind of 

employment on the other hand. Expressing enthusiasm, task-orientation, stamina and 

flexibility are among the preconditions of building a positive self-image, the importance of 

which is more obvious for those with a previous employment record. 

Table 7 

Skills and competencies significantly affected by age 

Mean* 
Skill/competency 

18-20 years 21+ years 
F Sig. 

Precision 4.02 3.93 1.840 0.033 
Contentiousness 3.91 4.09 1.939 0.023 
Professional experience 3.21 3.53 2.120 0.012 
Professional knowledge 3.18 3.63 3.605 0.000 
Intercultural awareness 3.91 4.05 1.803 0.039 
Ability to learn from errors 3.94 4.06 2.281 0.006 

*1=absolute lack of competency, 5=maximum competency level 
 

As the Chi-square tests confirm, there is a significant relationship between students’ age and 

their year of studies (χ2=83.550, sig=0.000) as well as their previous employment history 

(χ2=42.146, sig=0.000), which explains older students’ higher levels of self-perception in the 

fields of professional knowledge and professional experience. A person’s age is generally 

related to their life experiences and socialisation processes, influenced, to a certain extent, by 

the education sector. The verified contribution of higher education to such skills as precision 

and contentiousness may be attributed to the performance measurement methods used by 

colleges such as grading techniques or credit transfer systems. Increased intercultural 

awareness may also be explained by students’ – particularly tourism students’ – broadening 

travel experiences. 
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Table 8 

Skills and competencies significantly affected by gender 

Mean* 
Skill/competency 

Male Female 
F Sig. 

Learning skill 3.32 3.84 17.979 0.000 
Positive disposition 4.05 3.75 3.921 0.049 
Contentiousness 3.65 4.11 13.679 0.000 
Perseverance 3.77 4.07 6.246 0.013 
Ability to collect and process 
information 3.60 3.88 6.803 0.010 
Written communication skills 3.48 4.04 19.643 0.000 
Ability to understand others 4.11 4.40 8.474 0.004 
Sense of humour 4.34 3.96 10.347 0.001 
Improvisation skills 4.02 3.53 13.749 0.000 
Self-confidence 3.75 3.06 20.120 0.000 
Self-criticism 3.80 4.17 9.184 0.003 
Adaptability 3.95 4.20 4.240 0.040 
Ability to take responsibility 3.93 4.19 5.479 0.020 
Reliability 4.30 4.63 13.654 0.000 
Ability to make decisions 3.95 3.60 6.656 0.010 

*1=absolute lack of competency, 5=maximum competency level 
 

Gender is the only constant socio-demographic variable used in the survey (all the others, i.e. 

age, year of studies, employment history and type of education programme, are changing or 

may change during an individual’s educational or professional career). Consequently, it is of 

paramount importance to understand the impact of gender on students’ self-perceptions, 

particularly in the field of tourism and hospitality where women are overrepresented (in the 

European Union in 2006, women made up 56% of those employed in the hotels and 

restaurants sector, while their share of total employment was only 44%; in Hungary, the same 

indicators were 58% and 46%, respectively) (Eurostat 2007). 

 As Table 8 illustrates, male students attributed higher values to mainly individual, 

extraverted personality traits, such as sense of humour, self-confidence or improvisation skills, 

that are more likely to prove successful in short- and medium term, and particularly in 

competitive situations. Based on their self-perceptions, males in the survey are leaning 

towards the extravert personality type that is characterised by individuals generally being 

outwardly expressive, active, and assertive (Eysenck 1967). Female students, on the other 

hand, demonstrated higher self-perception in mainly collective, not particularly extraverted, 

and more exacting skills and competencies such as reliability, sense of responsibility or 

perseverance, verifying the common stereotype of the caring, dependable woman. In addition, 
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experience proves (Eagly and Carli 2003) that the latter kind of skills and competencies may 

not be as efficient in short-term career-building as the former. However, as opposed to the 

higher tactical efficiency of male students’ self-perceived strengths, females’ strong skills and 

competencies are probably more effective in the long-term development of satisfactory life 

strategies. 

 

Conclusions 

Although education plays an important role in developing tourism students’ professional skills 

and personal competencies, the high level of influence of various reference groups including 

one’s family, as well as cultural socialisation and external experiences must also be 

acknowledged.  

 The assessment of tourism and hospitality students’ self-perceived skills and 

competencies helps to identify deficiencies in training and education, although it has to be 

noted that many of the analysed variables are rooted in the individual’s personality, and 

personality traits are very difficult to change in the framework of the higher education system. 

However, it is definitely the responsibility of the educational institutions to inform students 

about the tourism industry’s expectations and requirements concerning future employees, 

highlight the importance of self-development in those areas where perceived and actual skills 

are widely divergent, and offer students competency-based training programmes in order to 

improve their overall skill profile.  

According to the survey findings, one area to develop in Hungary is verbal 

communications skills: while it is an exceptionally relevant ability in the tourism and 

hospitality sector, it does not appear among the highest perceived skills in the survey. 

Although students generally realise their inadequacy of verbal expression in the context of 

oral exams and seminar presentations, they do not necessarily comprehend the actual 

significance of verbal communication skills before graduation. Consequently, it is the task of 

the education institution to increase the opportunity of verbal activities and broaden the range 

of verbal assignments, to facilitate graduates’ successful career development. 

The recognition of gender differences in skills and competencies also makes it 

possible for educators to focus on male and female students’ respective strengths and 

weaknesses. It has to be noted though, that female students’ self-perceived competency 

profile is closer to the ideal employee profile drawn by industry representatives that male 

students’ self-perceived characteristics, which might partly explain to the high ratio of women 

working in tourism and hospitality. Female students’ advantage is particularly prominent in 
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those competencies – reliability, honesty, and helpfulness – which are seen as by industry 

representatives as of paramount importance in the field of tourism. 

Further research questions include the assessment of educators’ perceptions of 

students’ competences, as well as the comparative analysis of post-secondary tourism 

students’ skills and competencies. In addition, in order to explore the contribution of 

workplace socialisation and work experience to tourism and hospitality students’ personal and 

professional development, a further analysis of the self-perceptions and industrial evaluation 

of young employees –a few years after, with graduation a certain level of work experience – is 

planned. 
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